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CALIFORNIA SCHOOL BOARDS ASSOCIATION
455 Capitol Matl, Suite 375, Sacramento, California 95814
(916) 443 -4691

CALIFORNIA ASSOCIATION OF SCHOOL ADMINISTRATORS
1705 Murchison Drive, Burlingame, Calitornia 94010
(415) 697 - 2410

ED049523

Dear Schoo! Board Members and Superintendents:

The selection of a new superintendent is one of the most significant functions of a schiool
board. Recognizing this fact, the California School Boards Association and the California
Association of School Administrators have worked jointly to develop suggasted procedures that can
be adapted to meet local school district needs. We believe the procedures outlined in this booklet
will help to ensure ethical praciices and the recruiting and selection of the best-qualified candidates.

It is essential for the selection process to be carefully delineated in advance to avoid
misunderstandings or conflict with community andfor professicnal groups. All candidates, of
course, should be subject to the screening committee process. The staff members of both CASA and
CSBA are prepared to assist schoo} boards in the preliminary stages, and to advise you about the
cost factors. Since the selection of a new superintendent is so important, we urge the school board
to consider cavefully the steps recommended in this booklet when a superinterdent vacancy has

been declared.

‘Two copies of this document are being sent to your school district — one to the president of
the school bYoard and the other to the superintendent. Please share these copies with other board
members and the staff. Additional copies are available. Please see the inside back cover for details.

Sincerely,

M‘VW‘ m
Paul D. Ehret, CASA President

Alfr V. Newman, CSBA Presideut
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FOREWORD

In the fail of 1967, CSBA ard CASA jointly issued the document entitled The
Superintendent/Board Relationship, designed to assist boards and superintendents review together
policies and procedures that have proven effective in schocl governance.

One chapter in the 1967 document, “Selecting a New Superintendent,” has been referred to
extensively by school boards faced with this particular task. Both organizations have been involved
to some degree in the selection process in most of the California districts seeking a new
cuperintendent during the past three years. This document is a revision of the original chapter based
upon the expeliences of school boards, advisors, screening committee members, and candidates.

This revision will be substituted for the chapter with the same heading in the original
document when it is reprinted. In order to facilitzie extensive reference by board members, advisors
selected to assist the boards, and those appointed to screening committees, it is published here in
booklet “orm.

Although these guidelines are written for all schoc) districts, it is recognized that small districts
may have to modify the procedures to meet their own budget constraints. We suggest that any
school board contemplating a change in the position of superintendent request CSBA and/or CASA
to send a staff member to meet with the board. The associations’ representatives are prepared to
assisi loral school boards in modifying the procedures to their own needs and resources.

Most school board members recognize present day trends which complicate their tasks:

~— The upsurge of demands by school employees and some community groups regarding
matters of school policy and administrator appointments.

— The decreasing length of tenure of school superintendents.
~— The increasing difficulty in recruiting able and experienced school administrators.

It is believed the procedures outlined herein, if followed, will materially alleviate such
problems.
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SELECTING A NEW SUPERINTENDENT
INTRODUCTION

The selection of a new superintendent represents one of the most significant responsibilities of
a school board. The choice entails the selection of the most competent individual available, not only
to administer the schools, but also to give leadership in development and improvement of the
educational program. It must be emphasized that careful preparation, definition of orderly and
effective procedures, conformity with ethical practices, use of considered judgment, and edequate
financii.g are critical in recruiting and selecting a new superintendent. The decision will ultimately
atfert the entire educational program of the district.

Or.e of the first decisions that a boaru must make is whether or not there are one or niore
individuals within the district who should be considered for the position without making :. search
outside the district. The recommended procedure is too costly —in terms of funds and the time and
effort of everyone involved — to undertake if there is a strong possibility that the superintendent
will be chosen from within the district. It is suggested that whether or not the board decides to
eraploy someone from within the district, it would be advisable for the board to discuss the matter
w'th a representative of the California School Boards Association (CSBA) or the California
Association of School Administrators (CASA).

Ethical Conduct Stressed

The need for ethical conduct on the part of all concerned cannot be overemphasized. Each
board member should be scrupulous in protecting the CONFIDENTIAL nature of the applications.
This applies in particular to

1. The names of those who have applied.
2. Contents of letters of recommendation.
3. Oral reports of other information received during the period of inquiry.

The board should expect the highest ethical conduct from it< applicants, its advisor, and from the
members of the screening committee.

It is not ethical for a candidate to apply for a position until the board has publicly announced
that a vacancy exists. It is also not ethical for a candidate to seek a personal interview with any
individual board member or to ise political or other means to influence the decision of an
individual board member. Every candidate should he able to assure the board that no contractual
obligations will prevent his acceptance of an offer.

An Orderly, Publicized Procedure

In carrying out the.selection process a board should set forth and follow a step-by-ste),
written, publicized brocedure. Because legal opinions vary from county to county, the board should
have its legal advisor review and approve all procedures recommended for the selection process. This
is especially important in reference to the executive sessions. The following steps are offered for
consideration.

O
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PART I — ROLE OF THE BOARD

STEP 1 — OBTAIN OUTSIDE, OBJECTIVE, PROFESSIONAL ASSISTANCE
Need for Advisor

The school board has numerous time-consuming tasks that must be accomplished in order to
hire a new superintendent. Under no conditions should membars of the school district staff be used
as an advisor or secretarial assistant to the board and yet the service of a professional person is
needed to insure fair and ethical procedures. A successful procedure has been developed to einploy
an advisrr when considering the employment of a new superintendent. Generally speaking, the
advisor should not serve on the screening committee, but should act as executive secretary to the
committee. Cost factors may force boards of smailer districts to have the advisor serve as a member
of the screening committee.

Conduct Advisor Interviews

The board may wish to interview three or four potential advisors before selecting the one they
believe will be best able to serve. Lists of qualified persons, with brief biographical sketches, may be
obtained from CSBA, CASA or management consultant firms.

Both CSBA and CASA are prepared to assist the board, without charge, in arranging and
conducting the advisor interviews. When requested, the Asssociations will also prepare suggested
interview questions, advise about the costs of advisor interviews, and assist in the preparation of a
press annourcement for the board. In the event the superintendent is retiring at the end of the next
school year, it is advisable to make budget provisions for selecting the new superintendent in
advance. Otherwise reserve funds will have to be used. The associations’ representatives are prepared
to assist the board in the preparation of a preliminary budget for this purpose.

The appointment of the advisor should b2 made in a public meeting. At this meeting the
advisor should be called upon to outiine the procedures recommended by CSBA and CASA. This
could form the framework for the district’s process for selecting a new supcrintendent. A press
release about the appointment and possible proccdures should be distributed to all media in the
cotamunity.

STEP 2 — PREPARE PRELIMINARY PROCEDURES, CALENDAR, AND TENTATIVE BUDGET

The selection of the superintendent niust be based on the needs and resources of the school
district and the community, as well as on the candidate’s qualifications. A major task of the advisor
will be to assist the hoard in formulating guiding criteria for the selection process,

The board may wish the advisor to interview representatives of interested community groups
to discuss sensitive areas. This process gives the board an unparalleled opportunity to involve the
community in an assessment of the special problems, needs and aspirations of the school
community as a basis for deterininiryg the necessary and desirable qualifications of the new
superintendent. In large urban districts this phase of the process can become a major undertaking
(see Part 11, Step 2).

The board should set aside a long executive session with the advisor to examine the
recommended procedures and reduce to writing the scope of his work within the community, the
procedures that sre to be followed, the approximate calendar, and a teniative budget allocation.

ERIC 1
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The board and advisor must determine such things as the maximum number ¢§ days the
advisor is to work; composition, procedures, and fee schedule of the screening committee; type and
number of recruitment brochures, numher of board members to be involved in travel, and the
number of finalists to be interviewed by the board. These decisions will assist in establishing a
budget required to employ a new superintendent.

The board must also agree upon a timetable for selecting a new superintendent. The process
usually requires four to five months. Generally speaking, in Californja, a contract for a new
superintendent should be offered no later than March or April for a contract beginning July 1.

STEP 3 — RECEIVE REPORT OF ADVISOR AND APPROVE CONTENTS OF BROCHURE

Based upon a cr.mprehensive analysis and inventory of the school district and the community,
the advisor prepares and the board adopts a job description and a list of criteria for selecting the
new superintendent. This material should be incorporated in a recruitment brochure (see Appendix
A and Part I1, Step 3).

In the 1970 session of the Legislature a mew credentialing law was enacted which enables a
scnool board to waive the credential requirement for its chief administrative officer. Education
Code Section 13142, effective November 23, 1970, reads as follows:

13142, A {ocal governing board may waive any credential
requirement for the chief administrative officer of the school district
under its jurisdiction. Any individual serving as the chief
administrative officer of a school district who does not hold a
credential may be required by the local governing board to pursue a
program of in-service training conducted pursuant to guidelines
approved by the commissions. . ..

The board should determine whether or not the new superintendent must have a credential in
order to be emrployed. In any event 2 standard set of procedures for selecting a superintendent
should be followed.

Problem areas as well as positive statements about the school district and community should
be included in the brochure. Sample brochures are available from CSEA and CASA.

At a public meeting the advisor should be asked to enumerate the criteria for selection of a
new superintendent and to describe the recruitment and selection procedures. This information
should be released to the media in a press release.

STEP 4 — SELECT PROFESSIONAL SCREENING COMMITTEE AND FINALIZE PROCEDURES

The importance of the seleclion of a new superintendent justifies the appointment of a
screening committee to provide the objective and professional judgment that will ensure that the
agreed-upon criteria have been met by the candidates’ qualifications. This is accomplished through
the screening of candidates’ confidential papers, telephone inquiries, and personal interviews (see
Port I11). The school board shoull insist that candidates for the position of superintendent be
subject to the screening process.

The advisor, in executive session, subtnits a list of qualified screening committee members. It is
not advisable for boards to appoint to the screening committee residents of the school district or
representatives of local organizations. Oncw any interest group is placed on the screening committee

ERIC 2
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the way is opaned tc all special-interest groups to demand a like vcice in the selection. The board,
instead, should advise all persons or groups requesting representation on the screening cominittee to
meet with the advisor and to submit in writing suggested criteriic for the board to consider in
selecting a superintendent, F'ew well-qualified administrators, secure in their present positions, are
willing to enter a pepularity contest or to have their applicaticn beceme public knc-vledge. The size
of the screening committee could also be a major cost factor.

The board selects a three- to five-member screening committce and prepares a press release
announcing the members’ names and duties. This action must then be formalized in open session.

STEP 5 —MEET WITH THE SCREENING COMMITTEE
Preliminary to the Screening Process

Before vae school board and screening committee meet for the first time, the advisor should
have prepared a wrilten list of all criteria that are to be utilized by thc committec in the screening
process. This includes the criteria set forth in the brochure, the confidential and written
recommendations of crramunity groups, and the more detailed criteriy established by the board.
The governing board she. Id then describe and interpret the criteria that the screening cormmittee is
to consider in the screening process. In order to keep expenses at a minimum, the board and
screening committee in some school districts may meet in the morning of the day on which the
screening of the confidential papers is done.

To Receive the Report

In cxecutive session the screening committee will announce to the entire board the limited
number of qualified eandidates sclected for final consideration, The board, after discussion of the
candidates with the screening committee, should indicate the number ot candidates it wishes to
interview (probably four to six). After ascertaining dates and times that the enlire boa:d can meet
for the interviews, the board president or advisor immediately, by t-»lephone scliedules the
candidates. :

]
{
STEP 6 — INTERVIEW FINALIST CANDIDATES FOR SUPERINTENDE[‘JCY

Here are major elements to consider in evaluating and interviewing th(! finalist candidates:
|

a. Prior to interviewing, each board member should review indept’nd(‘nt]y the confidential
papers of each finalist candidate. On a numerical rating scnle provided b7 the advisor, cach board
member should indicate his evaluation of each candidate,

b. The major task of the schoo! board, that of in.depth interviews/with the finalist candidates
in exccutive session, is now at hand. The schoo! board should work togfzther as a committee of the
whole in carrying out all steps in the process.

¢. Ample time, prefcrably not less than one-.alf day or one eveni; g session, shiould be allowed
each candidate, with equal time allotted to each, A member of the bjiard should be designated to
act as host and o make all arrangements. A pleasant, informal atm¢fsphere should be established
which might include lunch or dinner preceding the formal interview. Tl.e formal interview should be
conducted in executive session at an appropriate place within the district,

9
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d. Interviews should not be highly structured, but it is essential that they have enough design
to obtain the needed information to insure that the best qualified candidate meets the needs of the
school district and the local community.

Pertinent uestions, previously prepared by tre board in cooperation with the advisor, should
be asked. (See Appendix B)

A mimeographed interview checklist form furnished to each member of the board by the
advisor will be found helpful as a means of recording individual evaluations of each candidute c.uring
the personal interview.

e. Keeping in mind the fact that the candidate is also making evaluations to determine
whether or not he can work effectively with the board and the commuuity, the board should
pro~ an ovpportunity for the candidate to ask questions about the school ,ystem and the
€O - unity.

f. Although the recruitment brochure has delincated salary range, the board may well initiate
discussion of such arcas as salary, other benefits, availability as affected by family or contractual
obligations, and housing.

g. When all interviews have been completed, the board should set aside time for a lengthy,
unhurried, executive session in which the applicants are discussed thoroughly. It is suggested that
board members make numerical differentiation by rating each candidate on & scale. Through this
process the board should then select one or two candidates for final consideiation.

h. All expenses incurred in the interview process are to be borne by the school district (see
Education Code Section 12918).

STEP 7 — VISIT COMMUNITY OF FINALIST CANDIDATE/CANDIDATES

It is absolutely essential for the board, or a comittee of board members, to visit the
comimunity of the finalist candidate. If time factors prevent mambers of the board from making tte
visitation, the advisor should do so. No screening process can be as effective in uncovering essential
evidence of successes and failures as a thorough on-the-spot investigation by board members. The
board members deciie which persons in the finalist’s community should be visited (see Appendix
C). Arrangements for the visitations are then made by tae advisor. During the community visitation
it is also considered good practice for the board to arrange to have lunch or dinner with the
superin‘endent and his wife so that the board has an opportunity tn meet the wife before the
contract is fin lly offered.

STEP 8 — DISCUSS SUPERINTENDENT'S CONTRACT WITH ADVISOR

In executive session the board shouid examine al! available information relative to the contract
of the superintendent, Sample contracts and salary schelules are available from both CASA and
CSBA. The board should be prepared to discuss fringe benefits and all other conditions of
employment, such as tax-sheltered annuities, housing, transportation, and other allowable expenses.

It is recommended that the contract of the supzrintendent be an individual arrangement and
that his salary nnt be tied to the teachers’ salary schedule. This gives the bcard room for
maneuverability to meet an offer from a coripeting district or to reward especially meritorious
service, It also removes any personal interest on his part in emplayee salary discussions.

4
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Education Cod2 Section 938 sets forth the provisions relating to the length of time for which a
contract may be offered. A contract for less than two y=ars is not considered advisable.

STEP 9 — MEET WITH PROSPECTIVE SUPERINTENDENT

On the basis of all investigations the entire boa:d should make a final selection, with every
effort being made to secure a unanimous vote.

The board should require a pre-contract physical examination at district expense and request
that the results be sent to the board. The successful candidate is then invited to attend another
executive session to arrange the exact conditions of the contract.

STEP 10 — RELEASE PRESS INFORMATION SIMULTANEOUSLY

The timing of the official selection of the new -uperintendent and the announcement of it
should be checked carefully so that the resignation and release of the successful candidate cen be
procassed in a professional and ethical manner.

When the candidate has accepted the position the school board should prepare a written news
release, aniouncing the selection to the press, television, and radio stations. This should be
coordinated with the board of the district from which the superintendent is resigning so that there
is simultaneous release of information.

Usual courtesy requires that the unsuccessful can-lidates receive notification of final action of
the board before it is released to the news media. This is sometimes difficult to do. A courieous
leter, expressing appreciation to each candidate, shoulc notify him of the selection.

The official in charge of applications should ncw be instructed to return the confidential

papezs of the re:naining u ~uccessful can*”ates to the proper placement officers and to take care of
any other necessary courtesies.

NOTE: Board members are encouraged to read the “Role of the Advisor’’ and the *Role of the
Screening Committee’’, which are contained in the next two parts of this booklet.

11
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PART I1 -- ROLE OF THE ADVISOR

The person chosen as advisor to the board in its search for a superintendent will be working
with the board in a most confidential way on a crucial and sensitive task.

He should be qualified through previous experience in board/superintendent relations to serve
the board in a tactful but forthright manner.

He should be prepared to mediate differences in philosophy and objectives of individual board
members when necessary to obtain solid agreement on the characteristics desirable in a new
superintendent. He must be willing and able to help some boards improve their working procedures
with the superintendent and administrative staff.

He should have had successful experience in assessing the problems, needs, and aspirations of
the various groups v ™ ch compose a school district community and an ability to present a summary
to the board for stw., and action,

As the chief recruiter of well-qualified candidates, it is helpful if the advisor has a wide
acquaintance and well-established lines of communication in the state and, for large urban districts,
nationally.

His professional reputation should be above reproach in such things as maintenance of strict
confidentiality relative to the candidates and their records; insistence cn bigh ethical standards for
everyone engaged in the process; complete impartiality in the treatment of candidates, willingness
to resist any attempt to use him or the established process to select a candidate of a factional power

group.

STEP 1 — MEETING WITH THE GOVERNING BOARD

At an executive session of the board, the advisor should explore the local climate and explain
the various alternative procedures open to the board together with cost estimates in order to arrive
at a tentative budget and timetable.

Some key questions which should be raised and resolved are

a. Is there anyone within the system whom the board considers a potential candidate? If there
is a likelihood that a “search” is window-dressing for selection of a local candidate, the advisor
should attempt to help the board resolve the issue before embarking on such a {ime-consumirg and
costly project.

b. To what extent is the board willing to involve the community in taking a look at its
problems, special needs and aspirations as they affect the school program and its leadership?

c. What should be the composition of the screening committee and what procedures should
the committee follow?

d. How extensive should be the recruitment efforts and what should be the format of the
announcement and invitaticn for application?

12
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STEP 2 — ASSESSING THE COMMUNITY

How exteusive an undertaking should this be? In small communities where no great tensions
exist, one or two days devoted by the advisor to confidential meetings may be sufficient.

As 1 minimum, the advisor should make himself available to each board inember, to key
administrative personnel, and to officers and representatives of teacher groups and parents. Each
interview should be in complete confidence, but a summary of attitudes, of indicated problems, and
suggestions for criteria for the selection of a new superintendent should be given the board in a
subsequent executive session.

In large urban communities, where many conflicting forces are struggling for an effective voice
in school operations, up to a mon‘h spent by the advisor and his assistants in hearing frum
delegations and representatives of community organizations may be advisable if the major purposes
are to be achieved.

This larger undertaking is most helpful even in the medium-sized and relatively tranquil school
district. It is a practical and helpful response to the demands of teacher organizations, and some
community groups, that their voices be heard prior to the selection of the new superintendent.

If it is decided to undertake a community assessment the advisor should make sure that ther2
is wide publicity of his availability for this purpose. In addition, letters should be sent to all major
organizations explaining the purpose and process and inviting t. eir participation.

If there is controversy in the district, someone removed from the superintendent’s office
should be designated to receive telephone inquiries and organize an interview schedule. It is helpful
to request delegations to bring to the interview a written summary of suggestions as to the special
problems a new superintendent will face, an evaluation of the strengths and weaknesses of the
school program, and criteria they deem important to the qualifications of a new superintencent.

The advisor must be extremely careful that, while encouraging free and frank expression of
opinions from all delegations, he in no way indicates agreement or disagreement with their
assessment.

His report to the board, bath the written propnsed brochure and his oral evaluation of
community reactions, should 1etain the confidential nature of mrich of his interviews. He should use
good judgment in determining whether testimony has been biased or fair; limited to a few
disgruntled individuals, or has wide community acceptance; is pertinent to the board’s immediate
project, or is an extranecous community issue.

The person chosen as advisor should keep uppermost in his mind that his chief objective is to
assist the various community elements and all membcers of the board in uniting on & positive
program for improving the educational program through the selection of the best qualified
candidate available.

STEP 3 — PREPARATION AND APPROVAL OF BROCHURE

The format and the size of the printed announcement of vacancy will be determined largely by
the extent of the community assessment.

Where an extensive survey of the community takes place, it is advisable to include an adequate
summary in the brochure. Where the board is already committed, or is willing to colamit itself, to
positive actions involving change in policy, organization, or personnel, the brochure alerts all

Q 1
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prospective candidates. Both strengths and weaknesses of the school community should be fully
reported. The final report should clearly show the advisor’s professional judgment of problems,
neads, and new directions which should be explored in the district. Issues that must be resolved by
the community and board under the leadership of the new superintendent should be clearly spelled
oat,

When finally adopted by the board, after a public hearing, these statements may serve as a
platform for future action and as a basis for criteria for judging the competencies of candidates.

In any brochure, however brief, these items should be included:

A statement of the selection procedure.

Information required of candidates.

Where to send applications.

Deadline for completion of application.

Membesrs of screening committee (if they have been appointed).

A statement of required and desirable qualifications.

Terms of employment.

A description of the community: location and size, and industrial, cultural, and other
aspects.

A description of the scliool district: size, organization, programs, finances, characteristics of
student body, etc.

10. An assessment of the educational programs, needs, and problems.

11. Proposals for change in the school district.

12, Other special instructions.

PRGSO o

©

A preliminary draft of the brochure should be reviewed in executive session before submitting
it to the board for public examination and final adoption by the board.

STEP 4 — RECRUITING

The advisor should request the board to determine whether the search for applicants should be
limited to the state or be nationwide. The wider search will require at least one thousand brochures,
against six hundred for California. Recruitment of out-of-state candidates increases the difficulty of
investigation, and costs of trave! for the board and candidates.

The board should also decide how large a distribution of the brochure should be made within
the district. If a significant assessment has been made and the brechure spells out needs and
prollems, then it may be very useful as a statement of purpose and direction and merit wide
distribution in the community.

Bearing in mind that the principal purpose of the brochure is to elicit in'erest on the part of
well-qualified — and this means in most cases well-situated — candidates, an effort should be made
to produce an attractive pamphlet. The cost is negligible considering the amount of effort and other
costs involved and the appearance of the brociure has been known to either **put off” or interest
desirable candidates as indicative of the importance a board attaches to its efforts.

Not less than six weeks for California recruitment is necessary to complete the extensive
communication, gathering of papers, and verifying of dala. At least two months is desirable when a
nationwide search is ur.dertaken,

All county superintendents should be included on the circulation list as well as many of the
large school district superintendents. These men often call to the attention of capable subordina:es
or neighboring colleagues ¢ pportunities for which they think they are ready.

o 8
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It is also helpful to mail the announcement to university, college, and private placement
centers, and to key professors of school administration in California and throughout the nation,
Any advisor will, of course, have many such lines of recruiting open to him, including substantial
telephoiing.

STEP 5 — ASSISTING THE SCREENING COMMITTEE

The advisor should review carefully with the board the function of a screening committee and
attempt to secure authorization for sufficient time for it to do a thorough job. It js very helpful if a
standard, one-page application form has been required and a copy is made available to each

screening committee memnber (see Appendix D).

A well-organized set of documents for each candidate is most essential if the screening
committee is to function efficiently in the short time available to it.

In setting the timetable the advisor must be guided in part by the availability of all screening
committee members.

In preparation for the meeting of the committee the advisor should
a. Reser.e adequate quarters where

— confidentiality can be preserved.

— there is access to two telephones for long-distance operations.

— secretarial assistance js afforded.

b. Schedule such meetings as have been agreed upon with the board and other groups as
preliminary to the screening committee’s deliberations.

¢. Schedule for the final report, a meeting with the board, at which all board members can be
present.
STEP 6 — ORGANIZING THE INTERVIEWS

At the time of the screening committee’s report to the board, the advisor should

1. Poll the board to establish times when all members are available to interview candidates.

2. Request the board to designate a member to act as host in receiving the candidates.

3. Secure agreement as to a meeting place and procedure (such as a dinner meeting with
adjournment to the board room).

Immediately after the board has agreed upon the individuals to be interviewed, the board
president or the advisor can, by telephone, schedule the sessions. Before the board members leave
the meeting, the advisor should give them a written memorandum concerning the times and places
for the interview.

Prior to the interview, the advisor may prepare for the members a list of questions designed to
ensure that, al) relevant phases of administration — with particular reference to local problems — are
covered diring the sessions (s¢o Appendix B). When extensive community involvement has been
undertaker, a large numuer of concerns may have been offered by citizens for this purpose.

9
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It may be desirable to make available to the press and the public the general topics from which
the board will develop the interview.

In some ‘nstances the board may request the advisor to make lodging arrangements for those
candidates needing it and the board may, under some circumstances, wish the advisor to act as host,
receiving the candidate and briefing him on the position.

At the conclusion of each interview, the candidate, the advisor, or host board members should
give to the candidate

1. Expense vouchers with directions for filing his travel expense.
2. A request to supply them with a community visitation guide to assist the board members
should they decide to visit his community (see Appendix C).
STEP 7 — GUARDING THE INVESTIGATION OF CHOSEN CANDIDATES

Much misunderstanding can be averted if, at the time of the formal interview, the board has
had a frank discussion with each candidate relating to their intention to visit his community if he
becomes their first choice.

I'he difficult problem faced by bsth board members and the candidate is to avoid “‘making
waves” which may result in premature publicity or unfavorable reaction if the candidate is not
finally offered a contract.

The advisor should prepare a suggested list of questions for use during the board’s community
investigation (see Appendix E).

STEP 8 — CONTRACT SIGNING AND PUBLICITY

The advisor should encourage the board to call its chosen candidate back for a final discussion
of terms of his contract and agreement on the timing and contents of a press release.

A contract should be prepared by the county counsel or be approved by him (sce Appendix
F).

A special board meeting (followed by a press conference in major districts) for a formal voting
of a contract, its acceptance, and signing can add dignity and finality to the process.

16
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PART III -- ROLE OF THE SCREENING COMMITTEE

It is generally conceded that no board should attempt to make a selection of a4 new
superintendent, particularly from outside the district, without the assistance of a cominittee of
professionals to evaluate the confidential information and investigate the competencies of the
candidates.

Whenever the position of the superintendent is declared vacant there will usually be from fifty
to one hundred and twenty-five applicants. A preliminary screening-out of those whose training and
previous employment record do not qualify them for serious consideration saves the board’s time
for in-depth study of the best qualified persons.

The thoroughness with which the committee is able to do its job is very dependent upon the
time allotted to it by the board when the tentative schedule and budget arc adopted.

In those instances where an advisor has not been employed, the chairman of the screening
committee must perform some of the duties outlined for the advisor.

STEP 1 — PRELIMINARY PREPARATION

The screening committee members should have ceceived from the advisor copies of the
brochure and any other summaries of the community/school situation he has prepared for the
board or the committee's information.

1f the committee members have received a copy of each applicant’s resume as it is received, the
members may then make such investigations by phone or direct inquiry as needed to prepare them
for committee deliberations on the evaluating of candidates (see Appendix D and Part II, Step 6).

This is particularly helpful when there are a number of “unknowns" applying and the screener
has colleagues with whom he can confer.

STEP 2 — ORIENTATION

On the first day of the screening committee’s meeting, the advisor will have scheduled a
meeting with the board for mutual exploration of the mc -e sensitive elements involved in judging
the special attributes desirable in a new superintendent for this particular position.

Following are some of the points that should be clarified and which are not usually included in
the brochure:

a. Is the board seriously interested in any local candidate and how should his candidacy be
handled?

b. Does the board lean toward maturity and considersble experience or toward high potential
but possibly short length of experience?

c. The degree of community involvement and leadership the board expects.

d. The ethnic, economic and social background that would best prepare a candidate for the
community leadership required.

11
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e. How much emphasis on innovation or change versus a conservative stance is desirable or
acceptable?

f. If there is no advisor and the screening committee will be interviewing candidates, the
maximum negotiable salary should be known.

In some situations it is important to talk to teacher and community groups. Depending upon
budgetary constraints, the advisor may schedule one or more meetings with community and
employee representatives to afford the committee first-hand knowledge of the situation. This also
provides further evidence to community leaders of the board’s willingness to seek community
involvement.

STEP 3— EVALUATION OF CONFIDENTIAL PAPERS

A one- or two-day meeting, depending upon the number of candidates, is allotted to a work
session where, assisted by the advisor, the committee evaluates and reduces the number of
candidates to eight or ten individuals.

To do so the members of the committee

a. Carefully study all the confidential papers of each candidate.

b. Exchange information they have gathered about the candidates.

c. Make liberal use of the telephone in clearing up questions raised or remaining about
candidates whose papers otherwise indicate acceptability.
STEP 4 - PERSONAL INTERVIEWS

It has been found desirable for the committee to devote a day session interviewing the top
eight or ten candidates before presenting its report to the board.

1f this procedure is agreed upon then the advisor should, by telephone, inmediately arrange
with all candidates for the time of their interviews, approximately one week later.

STEP 6 — REPORT TO THE BOARD

In an executive session w.th the board, the entire committee submits its report. The report
should take such form as the board desires. Usually only a few (four to six) of the top candidates
are recommended for interviewing by the board. The number of candidates may vary depending
upon the wishes of the board. The members of the committee should explain in some detail why
each candidate is being recommended. When the report to the board has been made, the work of
the screening committeZ is completed.

18
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A CALL TO EXCELLENCE . .

might well be the title of this brochure inviting
qualified school i{dministrators to apply for the superinten:
dency of the Davis Joint Unified Schoo! District,

The vacancy occurs because Dr. Dean Lobaugh, the
universally respected superintendent since 1957, will retire on
July 1, 1970,

Using all measures with which we evaluate a school
district’s performance, Davis will cate superior.

The challense — and there is ane — is not that confronting
superintendents in areas of deep conflict, poverty, ar idiffer-
en.y In Davis the cha'tenge is rather to lead this board,
community and statf along the last few steps toward miking it
a *Lighthouse’ district in educaiion.

Board of Education

—r l{llC_“
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APPENDIX A

SELECTION PROCEDURE

The applications of all candidates will be held in strict con-
fidence  \When a candidate has been tentatnvely selected, 2
thorough first-hand investigation will be made or his present
admimstratien. The memhers of the Governing Board request
that all app' cants follow the procedure as outlined. If additiona!
infrrmation is needed, the applicant may request information
from the ar'sivor.

information Requesled:
To complcte an application, the candidate should, by Febru-
ary 1, 1970
a complete and mail the inserted brief application form,
b. wate a personal letter of application which should in-
clude
1. Biographical information not included in credentials.
2. Speaial educational interests ard achievements.
3. Cammunity and professional activities that indicale
productive results for ume spent
4. Sources ior further background information.
5. Availlabibty for persenel inteniew
6 Other peronent data not included in applicant’s file.

¢ have 1.« confidential papers forwarded by his university.

Direct Ag lication to:

Dr. UHarey NcPherson. Advisor
Dayvis Board of Educatien
3533 Tolmn Hall

University of Ca’ forria

B rheley. Calfvrnia 94720

Scroening:

A Screcning Commattee has been selected which includes
the Advicor, r . Thomas James, {3can of the Schoot of Edu-
cation, Stanford Unineraty, D Tuho Bortelazzo, Superintendent-
Precdent of Santa Barhara Junior Coflege; e, kent Gill, former
Atavor, and [0 Dean tobaugh, retinng Superintendent. The
Committce will cordu¢t preliminan screening of candidates
hared on apphication: completed by fehnan 1, 1970




Interviews:

Candidates selected by the Screening Committee will be in-
interviewed by the members of the Board of Education hetween
February 1 and March 1, inclusive. No one will he given con
sideration by the Board who has not been recommended by the
Screening Committee,

Final Selection:

Itis hoped thai the announcement of a new Superintendent
can be made on or before March 1st. He should be prepared to
assume full-time status on July 1, 1970, ang to be available as a
consultant on a limited basis after selection. The cu'rent super-
intendent will be available as a consultant during the moath of
July, 1970.

QUALIFICATIONS
Education:

Good undergraduate training from a recognized college—
emphasis on the liberal arts or humanities wou'd be preferred
Evidence of broad educational and cultural interests is essential
Systematic graduate leaining, including specific training 1n ad-
ministeation, with attainment of a doctor's degree is preferred

Experience:

Classroom teaching vxperience.  Successful adminntretive
experience, including that nn district level. Experience on a eo!-
lege faculty is desieable, 0 judging expencnce, emphas witl
be placed on breadth aad vatiety. and extont of OppRoatunity 1ot
independent action. Demonstrated ability to dicect a2 ~ound
financial program.

Leadership:

Ahility as an educational leader. This shuuld he demonatrated
by re.ogniion in the school system, in the community and m
the protession. Leadership, as concenced here, indudes sWaifl m
oral and wetten communication, and abibty in pubhc relations
{ven more important. Fowever, are the qualities ot the edura-
bonal statesman courane, forestight, imtegnty, willingness to tight
for what he helieves to be night Expeaally impostant 1s evidence
of abilay 1o work with diverse groupsin @ conumanity 1o fesohve
ditfecences, and ta mustar suppont for enbghtened o dinnaatae
eduratiomal programs

O

Ability 1~ Work with Sta't:

te should be capable both ot warm and iriendly human
relatinnships and fiem disciplinary action and able tn male un-
pleasant decisions when necessory. The superintendent should
be able 1 delegate autharity, to assign responsthility, to en-
courage and recognize the creative potenticls of his staff. The
distnct will look for a recoed of innovative leadership, showing
parhicutar strength in curricutum cdevelopment  The superin-
tendent should be able to inspire a superior team ¢ ort from
the prafessional and supportive staff,

Ability to W rk with Board ol Education:

The Board ot Education respects the role that the super-
intendent should play in the educational systemy. It expects to
extablish pulics and then to aflow the superintenident freedom
to cazey out the policies. The members of the Bc ard expect the
superintendent to carry the administrative duties of the school
distnict. Thev recogmize their responsihility to demand high
standardy af perfarmances from him. They espect the super-
intendent to have wisdom in advising them, foresight in helping
thera to antiapate problems, and sillingaess to recommend
changes in exnting policies when he deems it to be apprapriate,

Ability to Work with the Communrity:

The superiniendent must be able to enter ectively into the
fife of the community. Evidence of past activities and feadership
will be givea weight in [udging applicants. Aost important is the
demonsirated ability 1o obtain the respect of a community, ty
secute 1s (ooperation. and (o support it in its efforts to improve
the quality of education  He should have the willingness and
skl to bridye ihe * generation gap’ and should, above ali. possess
3 sense of humaor

Age snd Healith:

In genersl. the ape range of 35 to 50 s desirable  He shoutd
he actne, vigorous, and in suificently good health 1o give
promice of heing able ta carry the figorous r"S‘\QnUblllh(’& Of
the postion for a penod of some vears

Contract Terms:

The present satany 16 825,000, but the <alany 15 negonable
A feuryear cantract reneaable duning the tecond vear, will ke
oftered
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THE COMMUNITY

The Davis Joint Unified School District occupies approw-
mately 125 square miles of Yolo County, along with a snrali
portion of Sulano County. The district population, however,
is concentrated in the Cidy of Davis. which is located fifteen
Miles west of Sacramento, 3nd ten miles south of the Yolu County
seat of Woodland, The current populaion of the d dact 15
es.imated at 28.000,

Although located in a highly productive agriculrural area,
Davis is niot basicaily a farming comaunily. fts poputation is
related predominantly to the Unncrsity of California, operaling
a general campus with 12000 students. and to California state
goverrment centered in Sacramento. Davis i« in ro sense a
suburb of Satramento, however: it is a commurity with a highly
distinctive identity,

In fact, the city of Davis is a *Unnersity Town™ in the finest
sense of the term. This campus of the University of California
began as a university farm for the College of Agricutiure at
Berkeley. but has now come of age as a broadly des gned tiberal
Arts campus with a growing rnumber of professional sehoals

Some indication of the interrelat.on of campus and com-
munity can be deduced from the fo'lowing statistics released
by the Davis Area Chamber of Commerce.

ECONOMIC INDICATORS

Davis area, Yolo Couriy, Oclober 1969
ft-mated
7963 1969 1980
Taxab'e Transactions, City $10.505.000  $26.663,000
Assessed Val, School D'st $27,059.483  $64.378.023

UCD Earoliment 4954 1200018 900
Davi, Urtban Area Population 28000 62 (00
Combined Tax Rates 1020 1167

In a 1966 census 1t was found that 48" o1 the liead of
Households were employed by UCD 337, within Jhe oty of
D2z 4is; 8% in Yol County, and 8 e +n the County 1 Sacramenta

Itis clear that ihe grumth rate of Davis hac rerlected d rectly
the expansion of the Unnersity. The econem-¢ health of the
community is almost wholly dependent upon the $50 000 0N
p2ytoll of the U~ vees ity and the evtrmated $30,000.(K0 cvpended
by the 12,000 st yderts

Consequuntly, the comrmunity of Davis probably has greater
economic stahil'ty than any other area in California.

There is « n increasing trend for Sacramento-employed fam-
lies 10 kve ir- the Davis community in order to enjoy, among
others, the advantages of open space, the University climate, and
the Davis public schools

The cily overnment and district admiristration copperzate
in numerous 1/ays to provide better and more economical facili-
ties and services than occur in most communities. This ranges
from mutual planning for parks and school grounds to the apera-
lion of a fine recreational program.

THE SCHOOL DISTRICT

The Davi- laint Unified School District enrolls about 5,000
students K-12 quartered in seven elemer.ary schools, two junior
high schools, 1nd cne senior high schoot.

Rapid gro «th began in 1956 from an enrol'ment of 1.473 to
over 5.000 tod -y. The number of pupils is expected 10 more than
double in the next decade.

The area | ecame unified in 1962, and four of the five board
members eleci2d then are still serving.

L
The Staff |

The distril has an irstructional staff of 254 who are repre-
senled by a <hapter of the California Teackers” Association.
Thraugh the ¢'ate-mandated Negotiation Panel, the classraom
teachess may  ave a strong voice in determining the in<iructipnal
progtam and t'ieir own working conditions

Class size. are below the state average, being: Eleventary,
28. Junier High, 25; and Senior High, 25. Teaching staff-to-pupil
ratio in 1969-71) is 21.9

The saiar schedule ior 1962-70 ranges from $6,702 1o
$13.629, plus ree super-maximum steps which trirg the top
attainable teaching <alary to $14.781 The governing board has
already made 1 commitment far 197071 calaries, baced on 2
forrouta which wifl take irto account changes in the cost of
tvirg index dinng 1969,

The didtec” has a clase fied statt of approumately 75 persans,
os d on ascale competitne with the Uliveraty of Californig 2nd
other governm ntal hodies in the e,
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Budget Resources

The assessed valuation for the district for 1969-70 is nearly
$65,000,000, giving a per-pupi! valuation for the umified district
of some $18,000 on he elementary level and $47.000 on sec-
ondary.

I February of 1966 the district voled an operating tax himit
of $4.65 fur an indefinite period. Under this authorization, rates
of $4.20, $4.22, and $4.25 have been in effect for the past three
years. The board has declased its intent to hold its general
purpose rate within the $4.65 imit for at least the years 1969-70
and 1370-71, but it is Jikely that the rate will approach this ligure
in cach of the two years. The tota! rate, including bond interest
and retirement, was $5.33 for 1968-69, and is $5 64 ir 1969-70.
The school district thus accounts for about 50% of the total
properly tax dollar. The tax rate and the portion going to schools.
vaties widely in the stale according 10 the amount of business or
industrial properly on the tax roll. Since university propetly. the
major “industry”, is tax exempt, the major preperty tax burden
must fall on the homeowners.

No fiscal measure has been rejected by the voters of the
school district of Davis in nearly twenty years,

A budget of $4.428.899, exclusive of 1eserves and iransfers,
15 in effect for 1969-70.

The Current Expense of Education for 1969-70 is est.mated
at approximately $855.00. In 1967-08, the amount was $679.72,
which may be compared to the state average of $617.00

Fairly rapid growth in assessed valuation, coupled with the
slowdown in enrollment, made it possible for the distnct 1o
repay. in Jaruary of 1969, all existing State S2nool Building Fund
loans, thus in effect buying out of “state 3id "' In buillding with
its bond funds anly, however. the board has directed that state
guidelines he adhered to

instructione! Program

The schoc P district bas long been recognized 10 professaonat
crecles ac prov ding an escellent educational program  \White
teachers arf fcculties have heen encouraged to evamine new
ideas 2 d procesces on the whole the program has heen con-
senative in comparcon to other lews wellssituated distrieic

Becauwe of the aheence of “poverty” arcas and a veon jow
percentace of minonties’ (Gpamish, 466, Black. 117 (neatal,
2761, thote has been Initle nced and small federa! rundr g tor
the knd of innevation tHat prenceos) cs the large urhan aties
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The rtollowing miscellaneous data will indicate to con-
siderable degree th2 composilion of the student body and in
consequerce. the thrust of the instructiona: program.

Betwcen 70% and 80% annually of the high school

graduating clzsses continue education in colleges or uni-

versities, (40-50% to four-year colleges}

A corsistent average of 25% of the graduating class

qualify for the University of California (2.5 times the

state averagel, and an average of 20% enler.

136 members cf the 1268 graduating class of 287 took

the Scholastic Aptitude Tests {SAT),

Boys Girls
Verbal  Math.  Verbal Math.
Natuncl Average 463 510 464 466
D Averese 537 592 523 531

Over the past five years the senior high school has averaged
seven pupils annually in the National Merit Semi-Finatist [,

On the basis of state-wide norms for 1967, the average Davis
sinth grade pupil in 1968 ranked at the 67th percentile in in-
telligence The average tenth grade pupil ranked at the 70th
percentile,

The following percentile ranking by grades relate to state-
wide medians of 50% ir. reading: Grade 1: 68; Grade 2: 73;
Grade 3. 72; Grade 6 6%, Grade 10: 76.

There are few schoo! districts whose majority of students
have such a high potertial for lea,ning This fact imposes a
special obligation upon the Board. stafl, and aitizens

Opportunities for Recsseisment:

W, 1 the pending chinge in leaJership comes the charce,
as exprested by Dr. Lobaugh, for a fresh point of view, infus on
of new ileas, a choosing of new gcals and a rededication to
objectiver of continuing rerit.

Whil: the advisor has had « |- .ited opportunity 10 gather
datz and listen to citizens, there developed a stiong impress on
that both staff and citizens

2 fe) they do have a superior school system

h wint 10 g0 the short distance remae ning 1o achieve un-

q.estioned excellence

¢ desire greater emphasis on innovatioa

i s pport 2 more extensine employment of civic and uni-

versity resources in enniching the instructional program

e believe that 2 more relevant prugram should be provided

the non university-hbeund students

22



APPENDIX B
Memo To: Members of the Governiig Board

Subject: Conducting the Interviews

While the screening committee is reasonably sure that each of the finalists is fully qualified in every
way for this particular position, nevertheless it is the Board’s r:sponsibility to make sure, through personal
interview and by investigation in his community, that the man szlected is acceptable.

The interview should be conducted to help you, as the Brard, decide whether or not the candidate is
right .or your district. To do this it is important that you pinpo:nt discussion to your district. The applicant
can be expected and should, if possible, document how he has lhandled similar situations and the success he
has hac. How the applicant describes his past work and successes should be (hecked with his references to
see if they agree,

Following introductions and a short presentation by the Hoard President concerning the schools, the
community, and the hopes and aspirations of the Board, thc cindidate should be given an opportunity to
present a few of his ileas of what he would hope to accomplish as the chief administrative officer of a
school distric: such a< this district.

The following topics cover areas of major administrative res ponsibility.
1. What do you believe should be the relationships between you and the board of education iu
adrainistering the schools? How would you keep tke board current on educational issues and

problems?

2. How do you feel about a split vote by the board on a recommendation? What would you o if
the board opposed something you think educationally sound?

3. now do you recruit and select teachers and other em»loyees for recommendation to the board of
education for employment? What do you look for in 21 teacher?

4. What imjpcovements have been made in the educationnl programs in schools under your
st Jervision?

5. How do you go about getting teachers and others to iinovate?

6. What have you done to improve the work of teachers, custodians, bus drivers, and ciher
employces?

7. What expeitise have you in budget preparation and brisiness administration?

8. How have you worked (or how would you work) to assure the governing beard that the financial
afrairs of the district are in good order and that all legal aspects of the operation of the school
district have been considered?

9. How do you propose to meet the rising militancy toward school government of such groups as
teachers, youth, minorities?

10. How have you worked with parents, adult non.parents, Chainber of “ommerce, organized labor,
or other lay individuals or groups?

11. What have you done to keep the people fully informe] about their schools?
@ ched are questions suggested by citizens, teachers, and board members on specific problems in this
Jde ‘
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APPENDIX C

Memo To: Candidates being interviewed

Subject: Guide to Community Visitation

The Board has agreed that after celecting its top candidates a delegation of the Board will
spend the mejor part of a day in the community of the candidates.

The candidate wiil be informed by telephone of the imending visit.

To assist the Board in its visitation you are requested to send directly to the Board your own
variation of the following:

— The names, addresses, and telephone numbers of such leading citizens and officers of
organizations as:

School Board Members

Local Service Clubs

Your Banker

Superior Court Judge

Mayor and/or City Manager or Councilmen
Ministers

P.T.A.

Teachers Association

Etc., Etc.

— The names of individuals who have been critical of you or your programs.
~— Enclose a map of the community to facilitate travel.

You might well invite the Board Meinbers to your home to meet your wife and relax for a
short time during th :ir visit.

Do not expect the delegation to limit its contacts to those whose names you supply nor for it
to see all of them. This list will be a starting point only and the delegation will branch out.

24
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APPENDIX D
SAMPL.

STANDARD APPLICATION FORM

Applicants a 2 requested to complete this form and return it promptly. It will be used to expedite the
process of establishing your file and commencing an inquiry into your qualifications. 1:is not a substitute
for the formal letter of application and coraplete resumée which should be forwarded as soon as passiblz,
Applicants are advised to have their confidential papers forwarded by their placement offices at ance.

Name: - . _____Telephone: (area code:_ 1}
(home,
Address: . (office)
- Confidentiai papers on file at:
ZiD Age:
Record of Professional Education
Institution Dates Major Degrees

Record of Professional Experience (in reverse chronology)

Title Years Served District Enrollment Salary

Give names, titles, addresses, and telephone numbers of three administrators familiar with your career whom we
may contact.

Do you now have a Cal’fornia General Administration or Slandard Administration Credentia)?

Please return this farm to:

¥
E TC*he appYization must be completed and returned not later than

2r-
J o




APPENDIX E

Menio To: Members of the Governing Board

Subject: Evaluating Performance in the Community

As you visit in the district of your finalist candidate(s) you might use the following “evaluation”
questions to guide your discussions with hoard members, teachers, parents, civic leaders, etc.

Each of your interviewees has been asked to submit to you a guide for your community visitation,
Do not be confined to the names given you but branch out.

Be sure to telephone the candidate that you are coming. Try to be discreet — emphasize that you have
under consideration “several” excellent candidates. Don’t make “waves’ in the community which nay
embarrass an unsuccessful candidate.

1. Are the qualities of experience and training proper for the job?

2. Isthe individual able to make decisions? If 50, are these sound decisions?

3. Is the superintendent ethical and professiona’ in all contacts with the Boatd, the staff and the
community?

4. Ate the personal and personality traits proper for the position?
5. Has there been a vigorous program of curriculum development and instructional supervision?
6. Are the policies of the Board carried out with honesty and sincerity?

7. Daes the superintendent bring to the Board, in well prepared form, full information on all
matters under consideration?

8. Does the Board feel it is involved ia the important decisions?

9. Does the individual prepare, in advance, the agenda and minutes of all regular and special Board
meetings?

10. Are there good public relations with the community?
11. How is staff morale”

12, Does the superintendert take an active part in the community? With all segments of the
community?

13. Has there been planning for the future growth of the school district?
14. Is a democratic organization administered with the staff iwvolved and credit given to the staff?
16. Are parents satisfied with the educational program?
16. Does a close and cooperative feeling exist between the sct ool and the community?
17. How well are others guided and motivated — staff, board, children and community?
18. Does the superintendent speak well and cffectively when ] e speaks to groups?
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20.

21,

22.

Is the superintendent able to resolve problems and issues in conference with groups and/or
individuals?

Are the selection and retention policies for the staff adequate?

Has the budget provided a balanced program for staff, supplies and equipment, maintenance of
buildings and grounds?

Have the estimates on which the budget is based been accurate and has the financial operation
been well supervised?




APPENDIX F

EMPLOYMENT AGREEMENT
BETWEEN

AND THE
SCHOOL DISTRICT
SAN DIEGO, CALIFORNIA

This EMPLOYMENT AGREEMENT, made and entered into this __ day of

, 197__, by and between the Board of Education of the
School District, , California, hereinafter referred to as DISTRICT and
WITNESSETH

WHEREAS DISTRICT desires to employ as Superintendent of
Schoo!s of the __ School District, ,
California, for a four (4) year term commencing _ and ending ,and

NOW THEREFORE OISTRICT and _ for considaration herein
specified agree as follows:

1. DISTRICT, in consideration of the promises of herein
contained, hereby employs, and hereby accepls employment as
Superintendent of Schools of the School District,

. California, for a term of _____ years commencing
, and ending —___ for and at an annual salary of AND
007100 [ ) DOLLARS. This annual salary shall be paid in monthly installments of

one-twelfth of such annurl salary. DISTRICT expressly retains the right to increase the annual safary of
at any time during the term of this agreement,

2. During the term of this EMPLOYMENT AGREEMENT, shall be
entitlad to all benefits applicable to twelve {12) month certificated ernployees as an incident to their
employment relationship with DISTRICT, inzluding but not limited to vacation and illness or injury
benefits and leaves.

3. In addition to the foregoing compensation, DISTRICT shall provide
with a DISTRICT automobile for his full-time use in the performance of
his duties as Superintendent of Schools of DISTRICT. The automobile shall be fully maintained by
DISTRICT, including but not limited to, keeping the automobile in safe, usable condition, effecting all
necessary repairs, providing parts replacement, and furnishing all gasoline, oil, grease, and radiater coolant,
alt at DISTRICT expense.

4, , in consideration of the employment and compensation as
herein set forlh, shall give his best services and faithfully perform the duties and discharge the
responsibilities assigned {0 him by DISTRICT for twelve (12} months of full and regular service in each year
during the term of this EMPLOYMENT AGREEMENT and accept as full payment for his services the
compensation herein provided.

5. ___ shall have a complete medical examination not less than once
every two years and not more frequently than once each yeair, unltess otherwise separately authorized or
directed by DISTRICT, and file promptly 2 repart of s2id medical examination with DISTRICT. All costs
and expenses of said medical exa nination and report shall be paid by DISTRICT.

IN WITNESS WHEREOF, DISTRICT has caused this EMPLOYMENT AGREEMENT to be executed
in its behalf by a duly authorized ofticer thereof and has executed this
EMPLOYMENT AGREEMENT on the day and year first above written.

BOARD OF EDUCATION

[l{llc SCHOOL DISTRICT CALIFORNIA
B (President)
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Additfonal copies of this document ara avail-
able for $1.25 each (includes tax and postage)

from:
C.S5.B.A, C.A.S5.A,

455 Capitol Mall 1705 Murchison Drive
Sacramento, Ca, 95814 Burlingame, Ca. 94011
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